manager, work rewards, organizational support and practices, physical and psychological responses to work, patient relationships and other job content, and external factors. Specifically, the participants reported inadequate numbers of nurses or inadequately trained staff, which caused a safety hazard. The participants suggested the need for on-going formal support for newly hired staff, meaningful opportunities to provide input to administration, and manageable workloads in order to provide adequate patient care. Even though the connection to job satisfaction was not confirmed, the researchers suggest future examination of the influential factors and possible strategies to incorporate into nursing programs. Larrabee and fellow colleagues (2003) found job satisfaction was the major predictor of intent to leave among registered staff nurses and the major predictor of job satisfaction was psychology empowerment. Psychology empowerment manifests itself in a person's wishes and feelings regarding his or her ability to shape his or her work role and context. These researchers also suggest implementing improved strategies to address job satisfaction.
Ethical climate is defined as a perception by the employee of organizational practices, procedures, norms, and values (Mulki, Jaramillo, & Locander, 2008) . These organizational conditions affect patient care (Hart, 2005) . Unethical climate can have a negative effect on employees' job satisfaction, performance, and retention rate (Hart, 2005; Mulki et al., 2008) . In a study conducted by Mulki, Jaramillo, and Locander (2008) , the relationship between ethical climate and turnover intention was mediated by job satisfaction. Moreover, lower stress levels increased job satisfaction. Strachota and colleagues (2003) used an open-ended questionnaire with a sample of nurses who voluntarily terminated or changed their employment status. The respondents often provided more than one reason why they changed their position. The most common reason was hours worked, which included more than 50% of the participants. Another issue was frustration with quality of care based on low staffing and increased work demands, which included 46% of the participants. Numerous nurses stated one of their career goals was to provide quality patient care. Unfortunately, low employee satisfaction can translate to low patient satisfaction (Strachota et al., 2003) . Increasingly, nurses stated that there is a lack of congruency between patient needs and demands of the organization (Hart, 2005) .
Theoretical Framework
Given the importance of job satisfaction and its relationship with ethical climate and intention to change employment status, will nurses who have had negative experiences during other positions impact their perceptions at their current position? Erikson and Erikson (1994) According to Öhlén and Segesten (1998) , professional identity, which impacts a nurse's personal identity, is defined as a feeling that one can practice nursing with skill and responsibility.
The development of this professional identity is a process that involves external (e.g., interactions with other nurses and healthcare staff) and internal (e.g., one's own knowledge and skill) factors.
As a result, this development impacts the nurse's self-esteem and self-image, which impacts the nurse's ability to provide appropriate patient care. A discrepancy between nurses' self-image and their public image can affect their job dissatisfaction and performance (Takase, Kershaw, & Burt, 2001 ). Takase, Kershaw, and Burt (2001) found a moderate, negative relationship existed between nurses' job satisfaction and performance with their survey study of 80 registered nurses. Past experiences in the work place affect the development of professional identity.
Hart (2005) conducted a survey study using the Hospital Ethical Climate Survey with 681 nurses. Hart (2005) found a weak and negative, but statistically significant, relationship between ethical conflict in previous positions and turnover intentions. Hospital ethical climate explained 25.4% of the variance in positional turnover intentions and 14.7% of the variance in professional turnover intentions. Other significant predictors were patient load and control over practice.
Ethical framework
The use of an ethical framework when approached with overwhelming ethical issues enables the nurse to approach the issue with an objective view rather than merely working from intuition (Cooper, 2012) . There are numerous ethical models, however, the core steps in the process are all essentially the same, 1) identify the problem based on all relevant facts, 2) consider all individuals who should be involved in the decision making process, 3) explore all relevant options, and finally, 4) implement the decision (Cooper, 2012) . The purpose of this study was to determine the effects of past negative experiences involving patient care on the perceptions of current overall job satisfaction and ethical climate.
Methods

Participants
To be eligible for inclusion in this study, participants had to be a registered nurse who was employed at one of the two hospitals used as outside performance sites. The participants included 66 (94.3%) females and 3 (4.3%) males, and 1 (1.4%) participant did not indicate a gender. In terms of race, 91.4% (n = 64) of the participants were Caucasian and 8.6% (n = 6) were AfricanAmerican. The age ranged from 20 years to greater than 60 years. The majority of the participants held at least an associate degree or baccalaureate in nursing. Experience as a nurse and experience at this hospital ranged from less than 1 year to more than 10 years. The majority of the participants had nursing experience of more than 10 years. Tables 2 and 3 display frequencies and percentages for highest earned degree and years of nursing experience. suggests that the measure is internally consistent.
Results
Moderation Effects
Overall Job Satisfaction. An analysis of variance was conducted to determine the effect of quitting experiences on overall job satisfaction. There was a statistically significant difference 
Mediation Effects
Considering the small sample size, a series of algorithms were used to determine the mediation effects, or indirect effects, of ethical climate on the relationship between tendency to quit and job satisfaction. The continuous tendency to quit variable data was used for this analysis instead of the categorized data used for the moderation effects. Figure 1 .037 p=.112 Figure 1 . Trivariate model for the relationship between ethical climate, tendency to quit, and job satisfaction with standardized beta coefficients.
In the above trivariate model, the direct effect of tendency to quit on job satisfaction is .192. The indirect effect of tendency to quit on job satisfaction is the product of .312 (the direct effect
Ethical Climate
Tendency to Quit
Job Satisfaction
Running head: DETERMINING THE EFFECTS Determining e 1 1 between tendency to quit and ethical climate) and .403 (the direct effect between ethical climate and job satisfaction), which equals .126. The total effect of tendency to quit is the sum of the direct and indirect effects, .192 + .126, which equals .318. To calculate the effect of ethical climate on job satisfaction mediated through the tendency to quit, or negative previous employment experiences, divide the indirect effect by total effect, .126/.318, which equals .396 or 39.6%. Since the standardized beta coefficient between tendency to quit and job satisfaction (β = .192) was less than the standardized beta coefficients for ethical climate and tendency to quit (β = .312) and ethical climate and job satisfaction (β = .403), the relationship between tendency to quit and job satisfaction is partially mediated by ethical climate.
Discussion
This study extended the work of Hart (2005) by examining the moderation effects of tendency to quit and the mediation effects of ethical climate. The findings suggest that nurses who have poor previous work experiences may be more inclined to have negative perceptions of the current ethical climate and more likely to be dissatisfied with the current job. In addition, if nurses have the negative prior experiences, their job satisfaction may hinge on a positive or negative ethical climate. It is possible that these negative experiences have impacted their professional identity and affect their job satisfaction (Larrabee et al., 2003; Öhlén & Segesten, 1998; Tourangeau et al., 2010) . These findings support the notion for ongoing support and professional development within the profession for these individuals who have had negative past experiences in the workplace since they may have affected the development of their professional identity, which according to Erikson and Erikson (1997) will affect their professional identity for the rest of their professional careers unless the conflict is addressed and resolved. One limitation of the study was job satisfaction and tendency to quit were measured as a single survey item. In future research, multiple components of job satisfaction and tendency to quit variables could be measured (Tourangeau et al., 2010) . Another limitation was the sample size of 70 participants. Future
